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ABSTRACT 
 
This study is to examine the influence of leadership style, work environment, and organizational 
motivation on employee performance which is job satisfaction as mediating variable. The 
methodology of this study was hypotheses testing. Analytical technique used in testing the 
hypothesis is by Structural Equation Modelling (SEM) Method using Lisrel 8.80 software. A survey 
questionnaire was developed and validated. A total 124 questionnaire were distributed to 
Insurance’s agent PT. Askrindo Mitra Utama in Jakarta and 124 valid responses collected. The 
result from this study indicates that Leadership Style, Work Environment, Organizational 
Motivation has a positive and significant effect on Job Satisfaction; Leadership Style, and 
Organizational Motivation have a positive and significant effect on Employee Performance; but 
Work Environment does not have a positive and significant effect on Employee Performance; and 
there is a mediating effect of Job Satisfaction that can increase the influence of Leadership Style, 
Work Environment, and Organizational Motivation on Employee Performance. 
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INTRODUCTION 
 
A business entity (company) requires good management (management), in order to 
achieve company targets (Mariam, 2016; Ramli, 2016a). Companies need to improve the 
ability and quality of human resources to face challenges, in order to survive and win 
the competition (Mariam & Ramli, 2017; Ramli 2017a). In the face of competition with 
other companies, of course, coordination is needed by the company (Ramli, 2016b). In 
addition, companies must also be able to make changes that can lead to the achievement 
of organizational goals. 
PT. ASKRINDO MITRA UTAMA, also known as AMU, is a subsidiary of PT. Asuransi 
Kredit Indonesia (Persero) whose majority shares are overall. PT. AMU strives in 
insurance agency activities, especially insurance services, by having 60 (sixty) branch 
representative offices spread throughout Indonesia. In running the business of PT. AMU 
has the role and function as an agency service provider for products owned by PT. 
ASKRINDO as the Parent Company, with its tagline as "The Bridge of Business Towards 
Success". (http://askrindomitrautama.co.id/, May 2, 2018). 
To be able to sustain survival in development and competition with other insurance 
agent companies, the management of PT. AMU is demanded to be able to optimize and 
determine how human resources can be managed effectively and efficiently. The 
expected employee factor is also inseparable in managing human resources and 
improving employee performance to achieve company goals (Ramli & Maniagasi, 2018). 
In addition, as an employee of PT. AMU is certainly required to be able to interact, 
coordinate, and be able to direct the changes that occur in achieving the company's 
goals. 
Improved employee performance will also influence the increase in work performance 
and employee satisfaction, so that organizational goals can be achieved properly (Ramli 
& Yudhistira, 2018). According to the Head of the HR Division of PT. Askrindo Mitra 
Utama that Employee Performance at PT. AMU has not been well achieved in 
accordance with company objectives; such as employees are still lacking to balance 
between work knowledge and skills, lack of curiosity is high in creating new ideas and 
in decision making, as well as lack of motivation and responsibility in carrying out work. 
This affects the low level of performance of employees of PT. Askrindo Mitra Utama in 
achieving company goals. This phenomenon indicates that PT. Askrindo Mitra Utama 
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needs to be empirically informed in making decisions for improvement, prevention and 
resolution of any problems faced by employees (Interview 20/04/2018). 
Based on interviews with the Head of Human Resources Division of PT. Askrindo Mitra 
Utama (AMU) on 20 April 2018 that the issue of Leadership Style in PT. Askrindo Mitra 
Utama is the determining factor for the success or failure of the company's goals. 
Successful leaders can be demonstrated by the ability to anticipate changes, correct 
weaknesses that occur, and be able to bring the organization to the target with a 
predetermined time period (Interview with the Head of Human Resources Division of 
PT. AMU, dated 20/04/2018). 
According to Daft (2011), "Leadership is an influence relationship among leaders and 
followers who intend real changes and outcomes that reflect their shared purposes". 
This means that a leader must have the ability to influence and give direction to his 
subordinates (employees) by bringing about real change that reflects a common goal. If 
in a company there is no good leadership, then the relationship happens to be bad, 
resulting in negative conditions for employees. 
Apart from Leadership Style issues, the creation of a Work Environment must also be 
considered by company management. A good work environment is the fulfillment of 
employee needs by being given satisfaction and organizational motivation. Lack of work 
environment will have a negative impact and can reduce morale. The decline in morale 
is due to interference experienced by employees in carrying out their duties, such as the 
existence of intrinsic and extrinsic factors that occur (Interview with the Head of 
Human Resources Division of PT. AMU on 20/04/2018). 
According to Sofyandi (2010), Work Environment is a condition in the surrounding 
environment that can give effect in carrying out and completing the work given. Work 
Environment is categorized into 2 (two) parts, namely: 1) Work Environment Physic, a 
condition that occurs directly and indirectly that affects the work of employees, for 
example on temperature; humidity; lighting and air circulation (Robbins, 2015); 2) Non-
Physic work environment, a condition that occurs directly (interpersonal) relationship 
between superiors and coworkers (Logahan, 2009). So, it can be said that a good Work 
Environment condition occurs when optimal organizational goals can be achieved and 
can support the implementation of work, so that employees are able to have high 
organizational motivation and can increase Employee Performance in achieving 
organizational goals. Conversely, if the Work Environment is bad there will be a 
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decrease in Organizational Motivation and Employee Performance due to inconvenience 
in working to be low. 
Every company is also required to be able to optimize and determine the factors of 
employees that are expected to be inseparable in the management of human resources 
themselves, which allows employees to perform well for the company (Ramli, 2017b). 
According to Daft (2011) states that "Motivation is the power from within or outside of 
a person who stimulates enthusiasm and perseverance to continue to perform a 
particular action". So, motivation as a power that occurs within or outside someone who 
stimulates enthusiasm and perseverance to continue to take certain actions. If the 
Organizational Motivation is high, it will give employees a sense of enthusiasm so that it 
can influence in realizing the company's vision and mission. But it is different with 
Organizational Motivation which decreases, so what happens is a decrease in employee 
motivation resulting in difficulties in realizing the company's vision and mission. 
In addition to the Leadership Style, Work Environment, and Organizational Motivation 
factors, there are also factors that influence Employee Performance, Job Satisfaction. 
Firdausi (2014) examined "The Effect of Leadership Style Consideration and Initianing 
Structure on Performance with Job Satisfaction as Intervening Variables in Studies at 
the Ten November Institute of Technology Library Surabaya" that there is no direct 
effect between consideration leadership style and initianing structure with performance 
through job satisfaction as intervening variable; Harahap and Hidayat (2016), examined 
"The Effect of Motivation and Work Environment on Performance through Job 
Satisfaction as an Intervening Variable Study at PT. Taspen (Persero) Semarang Unit 
Branch Office" that there is a positive relationship between work environment on 
employee performance through job satisfaction as intervening variable and there is no 
positive influence between motivation and employee performance through job 
satisfaction as an intervening variable. 
Every person who works expects to get a satisfaction from the workplace. According to 
Gordon (2011), "Job Satisfaction is also defined as the response to employees acquiring 
within the organization (like as wage, other benefits, appreciation, promotion)." Job 
satisfaction is seen as a common behavior of employees by Faizan & Zehra (2016), 
"Concerning about how they work and where they work and there are other factors as 
well that may affect job satisfaction in different ways." Basically Job Satisfaction reflects 
one's feelings towards work. The higher the level of Job Satisfaction, the more efficient 
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Employee Performance. Conversely, the lower the Job Satisfaction, the less efficient or 
worse the Employee Performance. Specifically that Job Satisfaction will occur when 
employees are satisfied with the right to contribute to a decision and can do a better job, 
so that it can benefit the performance of the organization (Puteri & Ramli, 2017). 
Judging from the explanation above, the researcher intends to examine "the influence of 
leadership style, work environment, and organizational motivation on employee 
performance with job satisfaction as a mediating variable (Empirical Study on 
Insurance Company Company PT. Askrindo Mitra Utama in Jakarta)". 
 
LITERATURE REVIEW 
 
Leadership Style 
Leadership plays an important role in organizational management, because a leader is 
said to be a "driving force" that is able to build, encourage and promote corporate 
culture in achieving the goals of an organization. Robbins (2015), defines that 
leadership as "the ability to influence a group the achievement of targets". So, 
leadership is defined into individual traits such as: habits, interactions and perceptions 
of a person. Iqbal et al (2015), Leadership is a process where a leader can directly guide 
and influence other behaviors to achieve goals in certain situations. 
Leadership as "a process whereby an individual influences a group of individuals to 
achieve a common goal" (Northouse, 2010). Lok & Crawford (2004), "Leadership plays a 
key role in determining the success and failure of a firm". In addition, De Jong & Hartog 
(2010) argues "leadership is a process to persuade people in order to get desired 
results". It can be concluded that Leadership is defined as an effort that can provide 
effective influence, motivation, and contribution in the success of an organization. 
Robbins (2015), the behavior of a Leader is divided into 4 (four) types, namely: 1) 
Supportive Leadership, the type of leader who can pay attention (protect) to the needs 
of employees. 2) Directive Leadership, a type of leader who centralizes power and 
decision making that has full authority and responsibility. 3) Participation Leadership, 
the type of leader that provides opportunities for employees to participate in setting 
goals. 4) Achievement - Oriented Leadership, a type of leader by setting clear goals and 
providing challenges for employees. 
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Work Environment 
Sofyandi (2010), Work Environment is a condition in the environment around 
employees that can affect themselves in the implementation and completion of given 
tasks. Work Environment is divided into 2 (two) types, namely: 1) Work Environment 
Physic, physical conditions that are around and affect employees directly and indirectly, 
such as temperature / temperature, light, and air circulation (Robbins, 2015). 2) Non-
Physic Work Environment, conditions related to social relations (intrapersonal) such as 
relationships with superiors, fellow coworkers, or with subordinates (Logahan, 2009). 
According to Nitiseminto (2000), Work Environment is everything that exists around 
workers and can influence oneself to carry out assigned tasks.  
Companies should be able to reflect supportive situations in cooperation between 
employees and superiors within the scope of the organization, so as to create conditions 
that are family-friendly, which can establish good communication, and can control 
themselves. 
So, it can be said that the condition of the Work Environment is good, there is an 
increase in high organizational motivation and can increase Employee Performance in 
order to achieve organizational goals; or conversely, if the Work Environment is bad 
there will be a decrease in Organizational Motivation and Employee Performance due to 
inconvenience in working to be low. 
 
Organizational Motivation 
Organizational Motivation teaches how to encourage morale and improve the ability 
and skills of staff (workers) for the achievement of common goals. Motivation as the 
process of determining the intensity, direction, and perseverance of an individual for 
organizational goals (Robbins, 2015). Kreitner and Knicki (2014) define "Motivation is a 
collection of psychological processes that cause movement, direction, and persistence of 
voluntary attitudes that lead to goals." to maintain the continuity of the work in a 
powerful manner and help organizations to survive ". 
Organizations must be able to motivate their staff for the best performance or in other 
words be achieved organizational goals. This motivation is the best tool for the best 
performance, so that in fact the creation of staff (workers) is more serious in carrying 
out their responsibilities. Based on the explanation above, in Organizational Motivation 
can be seen with some supporters in motivation theory, namely: 
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Abraham Maslow Theory 
The theory of hierarchy needs was developed by Abraham Maslow in 1943, where 
human motivation is categorized based on 5 (five) levels of the hierarchy of human 
needs, namely: 1) Physilogical Needs, the most basic physiological needs (such as: 
the need for food / drink, physical protection, etc. -other); 2) Safety Needs are safety, 
physical, emotional protection and all forms of threats and dangers; 3) Social Needs, 
needs to be loved and loved. Interaction with colleagues, caring, ownership and 
friendship; 4) Esteem Needs, the need to be respected both internally (self-
confidence, self-esteem, competence, achievement, and appreciation) and externally 
(status, recognition, attention and admiration); 5) Self - actualization Needs, the 
need for developing ksao (knowledge, skills, attitude, and abilities) that each 
individual has. 
 
Mc Clelland Theory 
This motivational theory was developed by David Mc Clelland, by stating 3 (three) 
kinds of needs in humans, namely: 1) Achievement Needs (n-ach), is the individual's 
need to strive hard and reach a standard of achievement and not obtain an award; 2) 
The Need for Power (n-pow), is the need to influence someone. In simple language 
this theory is a theory of the need for power and autonomy that is able to make them 
so that they will not behave otherwise; 3) Affiliate Needs (n-affil), is the need to 
interact with other people. 
 
ERG Alderfer Theory 
The ERG theory was put forward by Clayton P. Alderfer. According to George & Jones 
(2002), there are 3 (three) basic human needs, namely: 1) Existence Needs, basic 
needs include physiological and material needs (such as eating, drinking, safety, and 
affection). 2) Relatedness Needs, interpersonal needs in the surrounding 
environment. 3) Growth Needs, self-improvement needs and improvement in 
personal progress. 
 
Mc Gregor Theory 
Expressed by Douglas Mc Gregor. According to Gregor human nature is based on 
human nature which is categorized into 2 (two) aspects of human behavior namely: 
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1) Theory Y (positive theory), where someone naturally prefers work; focusing on 
People Oriented; motivated so they can be in charge of the work; requires a little 
guidance but can solve tasks and problems creatively and innovatively. 2) Theory X 
(negative theory), where someone is not motivated and does not like the work; focus 
on Task Oriented; there is supervision, coercion and warning resulting in a lack of 
responsibility for their work; lacks innovative and creative. 
 
Herzberg Theory 
Developed by Frederick Herzberg, which is grouped into 2 (two) factors, namely: 1) 
Hygiene factors, a source of dissatisfaction, consisting of salary / wages; supervision; 
interpersonal relationships; working conditions and status. If these factors are not 
met employees will not be satisfied. However, if the magnitude of these factors is 
sufficient to meet the needs, employees will not be disappointed even if they are not 
satisfied. 2) Satisfier or motivators, are the factors that are proven as a source of 
satisfaction consisting of interesting & challenging work; achievement opportunity 
to get awards & promotions. According to Herzberg that satisfier groups can spur 
people to work well and generate passion for work. 
 
Job Satisfaction 
According to Locke (1976), job satisfaction as a positive emotional state results from 
appraisal of one job or job experiences. An employee certainly hopes to get satisfaction 
at work. Job satisfaction affects performance, so a manager is able to understand what 
must be done in creating Job satisfaction. According to Lu et al (2010), Job satisfaction 
shows the emotional stability of individuals towards their jobs or places where they 
work, so it has become a subject that attracts researches as well rather than business 
unit employees. 
Job Satisfaction is seen as a common behavior of employees by Faizan & Zehra (2010). 
concerning about how they work and where they work and there are other factors as 
well that may effect job satisfaction in different ways. Basically Job Satisfaction reflects 
one's feelings towards work. The higher the level of Job Satisfaction, the more efficient it 
is for Employee Performance. Conversely, the lower the Job Satisfaction, the less 
efficient or worse the Employee Performance. In general Job Satisfaction will occur 
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when employees are satisfied with the job and the right to have a role in a decision and 
are able to do a better job, so that it can benefit the performance of the organization. 
 
Employee Performance 
Aguinis (2009), "performance is about behavior or what employees do and not what 
employees produce or the outcomes of their work. Performance is real behavior 
displayed on a person / individual as work performance produced by employees in 
accordance with their role in the company (Rivai , 2014) Robbins (2016), performance 
as something that can directly influence to improve the performance and satisfaction of 
each employee through adjustments and abilities possessed at work, whereas according 
to Sutrisno (2011), performance is the result that has been achieved by individuals or 
groups in the organization, with a sense of responsibility and authority to each 
individual in order to achieve the goals of the organization that have been legally 
established. 
Performance has an influence in the scope of work and has 3 (three) factors from 
several points of view, namely: 1) Individual factors, such as ability and demographics. 
2) Psychological factors include: attitude, motivation, perception, personality and 
learning. 3) Organizational factors include: resources, leadership, rewards, structure, 
and job design. Based on these explanations, so it can be said that Employee 
Performance is a record of the results of the process that produces a specific job in the 
activity at a certain time period. 
Based on the description above, the following frame of mind can be described as the 
basis of thought in this study as follows: 
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Picture 1: Research Framework 
 
 
Niputu et al (2018), the results of the study found that there was an influence between 
Leadership Style on Job Satisfaction at PT. Khrisna Multi Lintas Cemerlang, this means a 
better leadership style in a company will have an impact on increasing job satisfaction. 
Likewise, if the leadership style is bad, so job satisfaction decreases. But it is different 
with Asghar & Oino's research (2018), that transformational leadership style has 
positively effects of employee job satisfaction. But, it was also found that the 
transactional leadership style has an insignificant effect on job satisfaction. So, it was 
concluded in Asghar & Oino's research that transformational leaders are more effective 
in the real sector. Based on the explanation above, the first hypothesis put forward by 
this research is: 
Ha1: There is an influence of Leadership Style on Job Satisfaction. 
 
The results of the study (Suharno, 2016) are that there is a significant influence on the 
work environment on job satisfaction at Parador Hotels and Resorts, which means that 
the work environment is an important variable that can increase job satisfaction. Based 
on the description above, the second hypothesis is: 
Ha2: There is an effect of the Work Environment on Job Satisfaction. 
 
Singh & Vivek (2011), examined "Relationship between Motivation and Job Satisfaction 
of the White Collar Employees: A Case Study" is there a positive relationship on 
motivation to job satisfaction, where an increase in motivation and job satisfaction. In 
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addition, according to researchers Khalid et al (2011) examined "The Impact of 
Rewards and Motivation on Job Satisfaction in the Water Utility Industry", explained 
there is a positive correlation between rewards (motivation) on job satisfaction for 
employees. Based on the description above, the third hypothesis is as follows: 
Ha3: There is an effect of Organizational Motivation on Job Satisfaction. 
 
Khan & Nawaz (2016), researching "The Leadership Style and The Employees 
Performance: A Review" is that there is a significant and positive influence between the 
Leadership style (Transformational and Transitional Leadership) with Employee 
Performance. Based on this explanation, so the fourth hypothesis is as follows: 
Ha4: There is an influence of Leadership Style on Employee Performance. 
 
Al-Omari & Okasheh (2017) researchers on "The Influence of Work Environment on Job 
Performance: A Case Study of Engineering Company in Jordan" with the results of his 
research is that there is a positive and significant influence between work environment 
on job performance, which suggests to employers can provide initiatives in motivating 
staff by improving the work environment so that the achievement of targets and 
common goals is achieved. Based on the explanation above, the fifth hypothesis is: 
Ha5: There is an effect of the Work Environment on Employee Performance. 
 
EK & Mukuru's research (2013) shows that "Employee motivations influences employee 
performance of Public Middle Level Technical Training Institutions in Kenya". In 
essence, there is a positive correlation between motivation and employee performance. 
Based on the results of the study, the sixth hypothesis in the study is: 
Ha6: There is an effect of Organizational Motivation on Employee Performance. 
 
Firdausi's research results (2014) show that there is no direct influence on the 
consideration of leadership style and initiating structure on employee performance 
through job satisfaction as an intervening variable, because job satisfaction is an 
intervening variable with a weak direct relationship. Based on the description above, 
the seventh hypothesis in the study is: 
Ha7: There is an effect of the Mediating Effect of Job Satisfaction in increasing the 
influence of Leadership Style on Employee Performance. 
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From the results of research by Pawirosumarto, et al (2016) show that job satisfaction 
is not a mediating variable between work environment and employee performance. Job 
satisfaction here is related to employees' feelings whether they are happy or not 
working. It can be concluded that in this study there was no effect of the mediating 
effect of job satisfaction in improving work environment on employee performance. 
Based on the above research, the eighth hypothesis in the study is: 
Ha8: There is an effect of the Mediating Effect of Job Satisfaction in increasing the effect of 
Work Environment on Employee Performance. 
 
Harahap & Hidayat (2016) examined the "Effect of Motivation and Work Environment 
on Performance through Job Satisfaction as an Intervening Variable (Study at PT. 
Taspen (Persero) Semarang Unit Branch Office)", which can be concluded that Job 
satisfaction does not have a relationship between motivation towards the 
performance. Based on the explanation, the results of the ninth hypothesis test in this 
study are: 
Ha9: There is an effect of the Mediating Effect of Job Satisfaction in increasing the effect of 
Organizational Motivation on Employees. 
  
RESEARCH METHODS 
 
The following table can be seen the variables, dimensions, indicators and measurement 
scales used in this study: 
Table 1: Variables, Indicators, and Research Measurement Scale 
Variable Dimension Indicator Scale 
Leadership Style 
(X1) 
(Robbins, 2015)  
1. Participatory 
Leadership 
1. Coordinate 
2. Involve the participation 
of subordinates 
3. Provide a Way Out 
Likert Scale 1 to 
5 (strongly 
disagree to 
strongly agree) 
2. Leadership 
Leadership 
1. Raise awareness of 
regulations. 
2. Decision of the Leader. 
3. Supportive 
leadership 
1. Conflict Monitoring. 
2. Provider of Solution. 
3. Employee supervision 
4. Leadership 
based on 
Achievement / 
Achievement 
1. Raise awareness of 
regulations. 
2. Motivate task completion. 
3. Motivate in increasing 
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Variable Dimension Indicator Scale 
ability. 
Work 
Environment 
(X2) 
(Nitiseminto, 
2002) 
1. Working 
Atmosphere 
1. Information 
2. Air circulation 
3. Cleanliness conditions 
Likert Scale 1 to 
5 (strongly 
disagree to 
strongly agree) 2. Relationships 
between 
coworkers 
1. Cooperation 
2. Communication 
3. Family relationship 
3. Availability of 
Work Facilities 
1. Absent System 
2. Work facilities 
Organizational 
Motivation (X3) 
(Robbins, 2016)  
1.   Need for 
achievement 
1. Work spirit. 
2. Development of new ideas 
/ innovations. 
3. Dare to face risk. 
Likert Scale 1 to 
5 (strongly 
disagree to 
strongly agree) 
2 . The need for 
power 
1. Raise awareness of 
regulations. 
2. Initiative in leading. 
3.  The need for 
affiliation 
1. Raise awareness of 
regulations. 
2. Motivate task completion. 
3.  Motivate in increasing 
ability. 
Job Satisfaction 
(Z) 
(Robbins, 2001) 
1. The work itself 
 
1. Supporting Facilities. 
2.  As Expected. 
3. Interesting & challenging. 
Likert Scale 1 to 
5 (strongly 
disagree to 
strongly agree) 2. Salary 1. Payroll system. 
2. Increase based on merit. 
3. Giving as expected. 
4. Giving accordingly to 
competence 
3. Job Promotion 1. Satisfaction with 
promotion. 
4. Supervision 1. Giving a warning. 
2. Employee assessment. 
3. Awarding. 
5. Co-workers 1. Help one another. 
2. Give each other solutions. 
3. Job responsibilities. 
4. Creating a harmonious 
atmosphere. 
Employee 
Performance (Y) 
(Robbins, 2015) 
1. Quality 1. Completion of work 
according to company 
standards. 
2. Minimize problems. 
3. A good and thorough 
settlement. 
Likert Scale 1 to 
5 (strongly 
disagree to 
strongly agree) 
2. Quantity 1. The volume of work 
2. Achieving targets. 
3. Initiative in achieving 
targets. 
3. Effectiveness 1. Job satisfaction. 
2. Work according to SOP. 
3. Recognition of work 
results. 
4. Final Result 1. Amount of expected work. 
2. Complete the completion of 
the work. 
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Variable Dimension Indicator Scale 
3. Give the final result 
5. Development 
Opportunities 
1. Demonstrate expertise. 
2. Initiative at work. 
3. The existence of a career 
path. 
 
In this study the amount of data used was 124 respondents, with a presentation of a 
leeway level of 0.05 or 5%, where the calculation results obtained were rounded up to 
suitability. The following calculation of the magnitude of the respondents required in 
this research (Slovin formula): 
 
n      =         180            = 124,137   ≈  124 respondent 
           1+180(5%)2 
Where : 
n = number of samples 
N = number of samples 
e = percentage of allowance that can be tolerated 
 
Based on the explanation from the above calculation, the number of samples taken was 
124 respondents from all the total employees of PT. Askrindo Mitra Utama. This is as 
stated by Loehlin who recommended that the sample be at least 100 samples; Hoyle 
recommends a minimum sample size of 100-200 samples; Anderson and Gebing 
recommend between 100-150 sample subjects and are the minimum sample that is 
satisfactory in constructing structural equation models (Schumacker and Lomax, 2010). 
 
Table 2: Demographic Characteristics of Respondents 
No Demographic Charateristic Amount Percentage 
(%) 
    
1. Gender   
 Male 63 50.8 
 Female 61 49.2 
 Total 124 100 
    
2. Age   
 < 21 years old 1 0.8 
 21 - 30 years old 70 56.5 
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 31 - 40 years old 42 33.9 
 > 40 years old 11 8.9 
 Total 124 100 
    
3. Education   
 SMA/SMK 6 4.8 
 D3 25 20.2 
 S1 92 74.2 
 S2/others 1 0.8 
 Total 124 100 
    
4.  Lenght of work   
 < 1 years 7 5.6 
 1 – 3 years 42 33.9 
 >  3 years 75 60.5 
 Total 124 100 
    
Source: IBM SPSS Statistics 21 
 
Table 3: Validity Test Results 
Variable Item Corrected Item-
Total Correlation 
Leadership Style X1.1 0.753 
(X1) X1.2 0.897 
 X1.3 0.895 
 X1.4 0.867 
 X1.5 0.879 
 X1.6 0.694 
 X1.7 0.853 
 X1.8 0.892 
 X1.9 0.910 
 X1.10 0.837 
 X1.11 0.849 
 X1.12 0.817 
Work Environment X2.1 0.673 
(X2) X2.2 0.718 
 X2.3 0.840 
 X2.4 0.818 
 X2.5 0.834 
 X2.6 0.789 
 X2.7 0.711 
 X2.8 0.727 
 X2.9 0.742 
 X2.10 0.771 
Organizational Motivation X3.1 0.694 
(X3) X3.2 0.727 
 X3.3 0.790 
 X3.4 0.699 
 X3.5 0.787 
 X3.6 0.706 
 X3.7 0.639 
 X3.8 0.723 
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Variable Item Corrected Item-
Total Correlation 
 X3.9 0.802 
Job Satisfaction Z.1 0.805 
(Z) Z.2 0.762 
 Z.3 0.781 
 Z.4 0.755 
 Z.5 0.862 
 Z.6 0.819 
 Z.7 0.872 
 Z.8 0.835 
 Z.9 0.850 
 Z.10 0.889 
 Z.11 0.662 
 Z.12 0.850 
 Z.13 0.688 
 Z.14 0.721 
 Z.15 0.684 
 Z.16 0.716 
 Z.17 0.673 
Employee Performance Y.1 0.697 
(Y) Y.2 0.774 
 Y.3 0.742 
 Y.4 0.815 
 Y.5 0.819 
 Y.6 0.786 
 Y.7 0.762 
 Y.8 0.773 
 Y.9 0.852 
 Y.10 0.821 
 Y.11 0.700 
 Y.12 0.697 
 Y.13 0.704 
 Y.14 0.787 
 Y.15 0.719 
 Y.16 0.697 
Source: IBM SPSS Statistics 21 
 
Table 4: Reliability Test Results 
Variable Cronbach Alpha 
Leadership Style (X1) 0.964 
Work  Environment (X2) 0.920 
Organizational Motivation (X3) 0.883 
Job Satisfaction (Z) 0.959 
Employee Performance (Y) 0.950 
Source: IBM SPSS Statistics 21 
 
Data processing techniques using the LISREL 8.80 program system as software in SEM 
(Structural Equation Modeling) analysis techniques with the confirmatory factor 
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analysis (CFA) method. In this research the research model used exogenous variables 
and endogenous variables in the form of observable variables. Researchers do not use 
latent variables because the totals for exogenous and endogenous variables have been 
made before using SPSS software, after knowing the validity and reliability as a 
measurement tool. SEM test results can be seen from three LISREL 8.80 output images, 
which are Estimates, Standardized Solution and T-Values images. The following image is 
presented with the output of LISREL 8.80: 
 
Figure 2: Structural Model (Estimates) 
 
Source: LISREL Data Results 8.80 
 
Figure 3: Standardized Solution Model 
 
Source: LISREL Data Results 8.80 
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Figure 4: T-Values Model 
 
Source: LISREL Data Results 8.80 
 
RESULTS AND DISCUSSION 
 
Table 5: Regression Calculation Results Table With SEM LISREL 8.80 
No. IV   DV β 
T 
Count 
Criteri
a 
Informatio
n 
H1 
Leadership 
Style 
→ 
Job 
Satisfaction 
0.31 4.66 > 1.96 
Ha.1 
Accepted 
H2 
Work 
Environment 
→ 
Job 
Satisfaction 
0.38 5.39 > 1.96 
Ha.2 
Accepted 
H3 
Organizational 
Motivation 
→ 
Job 
Satisfaction 
0.26 3.14 > 1.96 
Ha.3 
Accepted 
H4 
Leadership 
Style 
→ 
Employee 
Performanc
e 
0.19 2.79 > 1.96 
Ha.4 
Accepted 
H5 
Work 
Environment 
→ 
Employee 
Performanc
e 
0.02 -0.31 < 1.96 
Ha.5 
Rejected 
H6 
Organizational 
Motivation 
→ 
Employee 
Performanc
e 
0.27 3.28 >1.96 
Ha.6 
Accepted 
H7 
Leadership 
Style 
→ 
Job 
Satisfaction  
Employee 
Performanc
e 
0.07 2.38 > 1.96 
Ha.7 
Accepted 
H8 
Work 
Environment 
→ 
Job 
Satisfaction  
Employee 
Performanc
e 
0.09 2.47 > 1.96 
Ha.8 
Accepted 
H9 
Organizational 
Motivation 
→ 
Job 
Satisfaction  
0.06 2.08 > 1.96 
Ha.9 
Accepted 
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Employee 
Performanc
e 
Source: LISREL 8.80 
 
Based on the above table, the results are obtained: Leadership Style on Job Satisfaction 
with an estimated value (β) of 0.31 and t-test of 4.66 (4.66> 1.96), so it can be concluded 
that H1 is accepted, which means that Leadership Style has a positive and significant 
effect on Job Satisfaction; Work Environment on Job Satisfaction with an estimated 
value (β) of 0.31 and t-count of 4.66 (4.66> 1.96), so it can be concluded that H2 is 
accepted, which means the Work Environment has a positive and significant effect on 
Job Satisfaction; Organizational Motivation on Job Satisfaction with an estimated value 
(β) of 0.26 and t-count of 2.79 (2.79> 1.96), so it can be concluded that H3 is accepted, 
which means Organizational Motivation has a positive and significant effect on Job 
Satisfaction; Leadership Style on Employee Performance by having an estimated value 
(β) of 0.19 and t-test of 4.66 (4.66> 1.96), so it can be concluded that H4 is accepted, 
which means Leadership Style has a positive and significant effect on Employee 
Performance; Work Environment on Employee Performance with an estimated value 
(β) of 0.02 and t-count of -0.31 (-0.31 <1.96), so it can be concluded that H5 is rejected, 
which means the Work Environment has no effect on Employee 
Performance; Organizational Motivation on Employee Performance with an estimated 
value (β) of 0.27 and t-test of 3.28 (3.28> 1.96), so it can be concluded that H6 is 
accepted, which means Organizational Motivation has a positive and significant effect 
on Employee Performance; The Leadership Style on Employee Performance mediated 
by Job Satisfaction has an estimated value (β) of 0.07 and t arithmetic of 2.38 (2.38> 
1.96), therefore it can be concluded that H7 is accepted, which means Leadership Style 
has a positive and significant effect on Employee Performance which mediated by Job 
Satisfaction; Work Environment on Employee Performance mediated by Job Satisfaction 
has an estimated value (β) of 0.09 and t count of 2.47 (2.47> 1.96), therefore it can be 
concluded that H8 is accepted, which means the Work Environment has a positive and 
significant effect on Employee Performance mediated by Job Satisfaction; 
Organizational Motivation on Employee Performance mediated by Job Satisfaction has 
an estimated value (β) of 0.06 and t count of 2.08 (2.08> 1.96), therefore it can be 
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concluded that H9 is accepted, which means Organizational Motivation has a positive 
and significant effect on Employee Performance which is mediated by Job Satisfaction. 
 
CONCLUSION 
 
Based on the results of the analysis and discussion carried out in the previous Chapter 
IV, the following conclusions can be drawn: 1) Leadership Style (X1) has a positive and 
significant effect on Job Satisfaction (Z) on the Insurance Agent Company PT Askrindo 
Mitra Utama; 2) Work Environment (X2) has a positive and significant effect on Job 
Satisfaction (Z) on the Insurance Agent Company PT Askrindo Mitra Utama; 3) 
Organizational Motivation (X3) has a positive and significant effect on Job Satisfaction 
(Z) on the Insurance Agent Company PT Askrindo Mitra Utama; 4) Leadership Style (X1) 
has a positive and significant effect on Employee Performance (Y) on the Insurance 
Agent Company PT Askrindo Mitra Utama; 5) Work Environment (X2) does not have a 
positive and significant effect on Employee Performance (Y) in the Insurance Agent 
Company PT Askrindo Mitra Utama; 6) Organizational Motivation (X3) has a positive 
and significant effect on Employee Performance (Y) in the Insurance Agent Company PT 
Askrindo Mitra Utama; 7) There is an effect of the mediating effect of Job Satisfaction 
that can increase the influence of Leadership Style on Employee Performance at the 
Insurance Agent Company PT. Askrindo Mitra Utama; 8) There is a mediating effect of 
Job Satisfaction that can increase the effect of Work Environment on Employee 
Performance at the Insurance Agent Company PT. Askrindo Mitra Utama; 9) There is a 
mediating effect of Job Satisfaction that can increase the effect of Organizational 
Motivation on Employee Performance in Insurance Agent Companies PT. Askrindo 
Mitra Utama. 
 
Managerial Implications 
Based on the above conclusions, it can be drawn managerial implications as follows: (1) 
Leaders must provide a good example for their employees, because a leader has a duty 
as a mobilizer for followers (people who are led). A leader must have more knowledge 
of the goals and principles in the organization. In addition, a leader must also have 
control over feelings (emotional) both physically and spiritually, so it is not easily 
carried away by emotions, despair and can solve a problem in the organization; (2) Low 
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morale will have an impact on employee performance, so that it will affect productivity 
and ultimately will hinder the achievement of company goals. In motivating employees, 
leaders must pump back employee morale by recognizing all the weaknesses and 
strengths of each employee, providing employee training on a regular and periodic basis 
for self-development and strengthening the kinship of fellow employees; (3) can 
identify key aspects of a complex problem. In this modern era, with various problems, it 
is hoped that they can solve them well, by understanding how the problems that arise 
arise and how they are resolved. The results of this study should be used by HR 
managers to improve employee performance by improving leadership styles so as to 
strengthen leadership in organizations; creating a good work environment; can increase 
optimal organizational motivation so that the creation of satisfaction with employees on 
the job. 
 
Suggestions For Further Research 
Based on the research results above, the advice given is: 
The compilation and distribution of questionnaires must be precise so that systemic 
errors do not occur. 
Future studies are expected to develop this research by examining using other variables 
that can affect job satisfaction and employee performance besides being used in this 
study. 
In subsequent studies, researchers suggest that research with similar topics occur in 
organizations that have many employees, so that the population and sample are getting 
bigger and can increase the level of generalization of this research. 
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